
JPS COMMAND TEAM CUSTOMER ENGAGEMENT 
 

A workshop was specifically organised to get feedback and views from the JPS command 
team as they had first-hand experience of the issues of the impact of a fragmented service.  
Set out below are the results of that session.  
 

BARRIERS & FRUSTRATIONS IN RELATION TO SERVICE AND CULTURE 
 

 
Service 
 

 
Culture 
 

 
 The HRBP and Advisers model does 

not work well since the Herts 
reorganisation 

 Disconnect in information and services 
between the existing team members 

 HRBP ‘running to keep up’ 
 All 3 forces still agreeing different 

things instead of harmonising when 
change is required by one force adding 
to complexity for JPS  

 Three forces still doing their own thing 
even when there is a BCH policy and 
same IT 

 What about Regional units even less 
aligned working across 5 or 6 forces 

 

 
 Different styles and stances taken by 

Feds and UNISON branches 
 Managing staff that are highly 

influenced by their prevailing home 
force culture 

 JPS try and set own culture but being 
undermined by others back in force 
e.g. chief officers reversing decisions 
outside of policy 

 Is JPS being used as a punishment 
posting? 

 JPS officers not getting promoted – 
Herts feedback – ‘too much JPS’ 

 

 
Systems 
 

 
Policy and Process 

 
 Different HR systems 
 PDR – Used in different ways 
 Unable to authorise day to day work 

due to systems not linking across JPS 
 Totally inefficient ways of working and 

cost savings to be gained with slicker 
and leaner processes  

 

 
 Policy/process – 10 different ways – 

JPS, Each force, Fed, Unison etc  
 Expenses three different ways 
 Overnight allowances differences 
 Governance back through JPS not 

back into forces 
 Still decisions being made in force that 

have knock on effects within JPS 
 ACPO putting pressure into JPS 

managers but  not through the lead 
force ACPO 

 X 3 approaches towards promotion, 
de-selection,  

 X 3 Terms and conditions 
 Apportionment issues not flexible to 

selecting the best person 
 JPS follow processes and then if 

officers don’t get the answer they 



want, they go back into their home 
force seeking another way to 
approach and ACPO start dabbling ! 

 X 3 different applications processes 
for selection, development 

 Reward and recognition differences – 
payments for unpleasant tasks 

 JPS not consulted on forces 
development of policy and process 
 

 
 

SOLUTIONS IN RELATION TO SERVICE AND CULTURE 
 

 
Service 
 

 
Culture 
 

 
 Need HR support aligned to commands
 Need same consistent level of support 

and service across the board 
 The HR managers/advisers need to be 

business focussed in identifying HR 
solutions  

 The HR manager needs have authority 
to push back through the HR 
management structure to get problems 
resolved, to get changes agreed, to 
stop the implementation of multiple 
approaches to service or piecemeal 
changes to processes and conditions 
of service 

 The single line of accountability under 
the collaborative arrangement needs to 
drive through the changes needed for 
JPS that continue to create frustrations 
and additional work. 

 Need to address the needs of regional 
units - which force will provide HR 
support for CTIU and ERSOU.   
 

 
 Need to address the requirement for a 

single purpose and values across the 
three forces – long term programme to 
deliver sustained culture change to 
build successful and high performing 
teams  

 Do not allow forces to fall back to the 
old ways of doing things (Using old 
policy approaches) 

 Chief officers need to be reminded 
about tri-force policy and not letting 
Feds, Unison usurp 
 
 

 

 
Systems 
 

 
Policy and Process 
 

 
 Adopt one forces HR processes 
 MyView across all three and working 

same way, see all teams, get authorise 
messages,  

 
 Prefer a mandate from all forces for 

JPS to be an ‘arm’s length’  
organisation/separate employer 

 De-selection for police staff needs to 
be urgently reviewed 



 Single HR system across three forces, 
intuitive model 

 



CHIEF OFFICER TEAM FEEDBACK 
 

The Strategic Lead met with each Chief Officer team to seek their views on they wanted 
from the collaborated function to deliver so they had a ‘free rein’ to raise any aspect they 
wished.      
The POD was circulated to Chief Officers prior to the meeting to remind them of the design 
principles, critical success factors, risks and the savings targets.   
 
Beds Chief Officers 
 

 A SPOC for line managers/HRBP(manager) for each command 
 An HR rep on the Chief Officer team – medium term – possibly not in the longer term 

(affordability)  
 A consistent approach to policies, processes and practices 
 Streamlined operation – limit or remove bureaucracy 
 Equity of service across BCH to both the collaborated units and local units 
 Line managers to be better skilled and take more responsibility for people issues 
 Wanted professional advice on complex matters e.g. legal advice interpreted and 

translated into recommendations for action  
 Maintain resources to deliver change 
 Maintain resources in OH and shift the thinking and approach to more clearly 

supporting organisational needs 
 Have a focus on sickness management including management of returns and closing 

down sickness absence records (latter covered in requirements for the new duties 
system)  

 Have capacity to contribute to work to achieve cultural change – BCH and locally  
 Have resources to workforce plan – numbers, skills, diversity 
 TNA – need consistency of approach and prioritisation of spend/resource allocation 

across BCH 
 Reduce training abstractions – be clear about what is mandatory 
 Trainers need to be flexible and responsive i.e. venues and hours/days - peripatetic 
 Same PDR framework 
 Need to recruit the best people – advertise externally.  (Advised that this was a policy 

matter for Chief Officers). 
 That we need to maintain service as we go through change 

 
Cambs Chief Officers 
 
Largely their response fell into three key areas; L&D, culture and IT enablement. 

 L&D 
‐ Create a culture where people take responsibility for their CPD 
‐ CBT not liked – make e-learning more engaging 
‐ What else can/will CoP do? 
‐ Can we partner elsewhere to deliver? 
‐ APL for PCSOs, Specials etc. 
‐ Train recruits in one common way in BCH 
‐ Recruits have to have the ‘what’ and the ‘how’ to fit the cultural model 

(acknowledged not yet defined in BCH) 



‐ Need a shared view and approach to leadership development in BCH 
‐ Leaders – focus on their development and building their people skills 

 Culture 
‐ Need HR support on how we align culture 
‐ Audit across BCH 
‐ Need a joint approach to employee engagement activity (did say we have 

started) 
‐ Set a tone where people take responsibility – treated like adults 
‐ Set a tone where IT strips out unnecessary admin 

 IT 
‐ Powerful dashboard 
‐ Suite of analytics at managers fingertips 
‐ Access to data directly (not through HR) 
‐ The systems need the ability to warehouse data with other systems for 

better corporate analysis products e.g. across HR system and data in 
Athena or Storm. 

 Other 
‐ Need comprehensive workforce plan – numbers, skills, diversity 
‐ Succession planning – identify and focus on areas of risk 

Herts Chief Officers 
 

 Accept that total support ‘cradle to grave’ needs to change 
 Want to retain strategic capacity for organisational development to respond to the 

changing challenges in the policing environment e.g.: 
‐ Need to bring people in with different characteristics and attitudes 
‐ Need to give people new and different skills relevant to meet the new  

challenges of the policing environment 
 Support returning activity to the managers where it legitimately sits with them rather 

than HR 
 Processes that are very streamlined and less bureaucratic 
 Need to design the core service for BCH – mission critical – that meets savings 

target 
 Will want to understand the ability to flex from core service 
 Recognise the complexity of and the need to resource transition into a new model  
 Want to understand what will need to be done to transition 
 Need better tie up between functions for example finance data and workforce 

planning data (advised that this was in the requirements for the new IT). 
 Want capacity for change delivery 
 Need occupational health focus on returning people to work  
 Delete some policies in recognition of austerity 
 Expect highly centralised model as an ‘end game’



CUSTOMER FEEDBACK 

Six customer engagement workshops were organised for line managers to test the early 
thinking about the services that would and would not be built into the new operating 
model. Approximately 45 customers from across the three forces were present at 
workshops. The common themes have been highlighted below. 

 

Workstream Common Themes 

Recruitment, 
Selection and 
Promotion 

 Recruitment of Volunteers should be a core activity. 

 Sitting on interview panels and shortlisting should be a core 
activity to maintain neutrality. 

HR System 

 

 Maintaining data integrity should be a core rather than 
recommended activity. However, it was acknowledged that we 
could find other ways of doing it (e.g. HR/ICT flagging obvious 
errors via automated systems). 

L&D 

 

 There was some disagreement over the management of the 
centrally owned budget by L&D. Some parties would be happy 
to maintain a portion of the budget within their own department. 

 Ad-hoc training must continue as there should be the capability 
to commission certain training when a clear need is identified. 

Employee 

Relations 

 

 The provision of advice on complex and high risk fairness at 
work cases should be a core services and not just one that is 
recommended. This is to prevent cases becoming complex and 
to avoid litigation. 

 Attendance at disciplinary investigations, fairness at work 
cases below stage 1 and stage 1-2 capability cases cannot 
cease. Investigations could result in more complex cases if 
advice is not available. 

Pay and 

Conditions 

 It was noted that the morale impact on ceasing salary sacrifice 
schemes such as cycle to work and nursery vouchers is not 
insignificant. 

Change 

Management 

 1:1 meetings regarding flexible working applications should be 
retained for all applications (even those of a straightforward 
nature) as it is an important issue for staff. 

Equality and 

Diversity 

 

 Management and co-ordination of the mediation scheme 
should be maintained to avoid costly consequences. It was 
noted that this is used more than some of the “recommended” 
services. 


